The Mondale
Strategy for Pay
Equity for Women
Twenty years ago, when
the Equal Pay Act was
enacted, the average fulltime woman worker earned
only 60 percent as much as
her male counterpart. Since
that date America has
placed astronauts on the
moon, explored the stars,
~made major advances in
subatomic physics, cracked
the genetic code , and increased the cancer survival
rate to over 50 percent. Yet
today the average full-time
woman worker makes only
59 percent as much as her
male counterpart. The fight
for equal pay has stalled.

The Problem

1. Women do different
work than men.
In the 1970's more than
40 percent of women were
employed in only 1O of a
possible 427 occupations
listed in the Department of
Labor's Dictionary of Occupational Titles. In 1982,
more than 80 percent of all
women workers were found
in a narrow range of 25
generally low-paying
occupations:
• secretaries are 99.1 percent female;
• cleaning and household
services workers are 98.3
percent female ;
• registered nurses are 97.8
percent female ;
• clerks are 86.3 percent
female ;
• elementary school teachers are 84.5 percent female;
• librarians are 82 percent
female.
These sex-segregated
employment patterns were
documented in a recent report by the U.S. Civil Rights
Commission, which also
found that women receive
less on-the-job training than
men at every age and educational level, and suffer
greater unemployment than
men at all ages after 25,
regardless of specific vocational preparation.
The primary cause of this
segregation is initial assignment discrimination-the
channeling of entry-level unskilled applicants or applicants with equal skills into
different jobs on the basis of
sex. By one estimate, twothirds of the sex-wage differential in firms for equally
qualified workers is due to
differentials in job placement.

2. The work women do
is paid less.
Despite the fact that the
majority of women today are
in the labor force, the jobs to
which women are assigned
are almost invariably in the

lower wage scales:
• working women make less
than men in every job at
every educational level.
• The median wage for all
permanent, full-time women
workers in 1980was $11,200,
compared to $18,006 for
men .
• Three out of five working
women earn less than
$10,000 per year. Only 1
percent earn more than
$25,000 per year.

3. The more an occupation is dominated by
women, the less it pays.
It is the fact that an occupation is dominated by
women that accounts for the
difference in wages between
men and women, not the
characteristics of the job or
the characteristics of the
worker. A recent National
Academy of Science study
of worker characteristics
concluded that "only a small
part of the earnings difference can be accounted for
by differences in education,
labor force experience,
labor force commitment or
other . .. factors believed to
contribute to productivity
differences." For example,
jobs traditionally held by
women-teaching, nursing
and secretarial work- require relatively high levels of
skill but are compensated at
very low wage levels.
Despite these facts, women today bear more responsibility for their own welfare
and the welfare of their families than at any time in our
nation's history. Job responsibility without economic reward dooms an increasing
percentage of women to a
life of constant work and
continuous poverty. Our nation must therefore move
forward to pay equityequal pay for jobs requiring
comparable skill , responsibility, and effort.

The Importance of
Pay Equity
Pay equity is the critical
economic issue for women
today. Approximately 80
percent of women in the
paid labor force are clustered in jobs that tend to be
the most highly segregated
and most dramatically affected by wage discrimination. While pay equity is an
economic issue, it is much
more than that:

• Pay equity is a poverty
issue and a family issue.
Forty-two percent of femaleheaded families with children under 18 live in poverty. Overall, women heads of
households are six times
more likely to live in poverty
than men and, if present
trends continue, the federal
government has predicted
that by the year 2000, virtually all poor families will
be headed by women.

• Pay equity is an aging
issue.
Because retirement benefits
are often based on wages,
wage discrimination continues to plague women as
they grow older. Women 65
and older are the fastest
growing poverty group in
America.

• Pay equity is a racial
issue.
Black and Hispanic working
women are far more often in
poverty households than
males or white females. In
the South, nearly one Black
woman in ten remains in
poverty though she worksthe highest rate of workers
in poverty of any group in
any location.

• Pay equity is a human
dignity issue.
The capacity to hold a
"good" job is the traditional
test of participation in American society. It develops the
capabilities, confidence,
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3. The Reagan Administration has taken no steps to
review the federal job classification system for discrimination based on sex, although over 80 percent of
all women federal employees are concentrated in GS
levels 1-8 and only 20 percent in levels 9-15. In fact,
the Reagan Administration
is trying to downgrade the
status of librarians, 82 percent of whom are women.
These recent actions attacking pay equity for
women are unacceptable
under any standard, legal or
moral .

The Mondale
Strategy
American cities and
states have led the way in
implementing pay equity.
The city of Colorado
Springs was a pioneer in
voluntarily correcting the inequities of wage discrimination. Last year, Mondale's
home state of Minnesota
placed itself in the forefront
of the pay equity movement
by amending its state employees compensation
statute to eliminate sexbased wage discrimination .
Under a phase-in process,
this new law seeks to
achieve pay equity among
state workers in four years.
In Iowa, the legislature has
approved a bill which
adopts as state policy the
principle that employees be
paid at a rate based on comparable worth.
The time has come for the
federal government to follow the lead of state and
local government, to start
down the path of just compensation for women
workers through pay equity.
This principle can be enforced under existing laws
and within existing budgets.
All we lack is the commitment.
The Mondale program for
pay equity includes the
following elements:
1. The federal government
must begin enforcing the requirements of Title VII of the
Civil Rights Act and Executive Order 11246-the
federal mandates that prohibit discrimination against
predominantly female jobs.
As President, Mondale will
direct the EEOC to publish
clear guidelines on what
constitutes sex-based wage
discrimination. We must
open the administrative process for review of sex-based
wage complaints. These actions will provide the guid-

ance employers need to
avoid costly and protracted
litigation while meeting
legitimate employee
concerns.
2. The Office of Federal
Contract Compliance, the
Department of Justice and
the Director of the EEOC
must be staffed by appointees who are committed to
the principles of pay equity.
In a Mondale Presidency,
they will be.
3. The Civil Service Reform
Act, which requires "equal
pay . .. for work of equal
value" must be enforced. As
President, Mondale will direct that the GS classification system-which has
never been reviewed comprehensively for race or sex
bias in its 60-year historybe evaluated to eliminate
sex-based discrimination in
job classification and
assignment.
4. The Office of the President must be used as a
place of moral leadership, to
speak out on the significance of pay equity.
5. Finally, a federal pay
equity clearinghouse must
be established to collect information, conduct research
and provide technical assistance to state and local governments and private employers. The clearinghouse
will be instrumental in
creating a greater awareness of the need for pay
equity and of the factors
contributing to wage
discrimination.

Conclusion
Twenty years ago this
week, when Congress
enacted the Equal Pay Act,
it was responding to fundamental questions of fairness. But Congress also
acted to bolster our economy, in the belief-corroborated by study after studythat sex-based wage discrimination depresses the
health and economic efficacy of the labor force, prevents full utilization of
available labor resources,
and reduces productivity.
The same is true today.
Pay equity is a matter of fundamental fairness. But by
promoting economic independence tor women, it will
benefit our entire society.
The implementation of
pay equity for all workers
will not be easy. What
change of consequence
and value ever is? Pay equity will raise some problems
and many fears. But if we
proceed thoughtfully and
judiciously, we can succeed
in bringing about a workable
system of just compensation for every working
woman in America.

Dear Friend,
Twenty years ago th is
week, President John F.
Kennedy signed the Equal
Pay Act into law. At the signing ceremony he noted that
the average full-time woman
worker earned only 60 percent as much as her male
counterpart. Since then, our
nation has made remarkable advances in civil rights.
But in achieving equal pay
for men and women, we
have made little progress.
Today, women make only 59
cents for every dollar earned
by men.
Over one-half of all women are now in the labor
force. The wages of working
mothers are the sole support for almost 15 million
children . Yet women are still
on the lowest rung of the
economic ladder-because
the jobs they do are undervalued and underpaid.
Equal pay for equal work
is only part of the answer.
We also need equal pay for
work that requires comparable training, skill, and responsibility. This is what my
pay equity program is designed to accomplish.

June 8, 1983

A few years ago, we were
beginning to make some
progress in this direction .
But as soon as President
Reagan took office, he
halted it.
He eliminated pay equity
regulations for federal contractors.
His handpicked leaders at
the EEOC have refused to
consider pay equity cases.
His administration has refused to review discriminatory federal job classifications.
Today I am proposing a
program to get the movement toward pay equity
back on track.
First, the federal government must begin enforcing
the federal mandates that
prohibit discrimination
against predominantly female jobs.
Second, the key agencies- the Office of Federal
Contract Compliance, the
Department of Justice, the
EEOC , and the rest-must
be staffed by appointees
who are committed to pay
equity.
Third, the Civil Service
Reform Act of 1978, which
requires equal pay for work
of equal value, must be
enforced.
Fourth, a federal pay
equity clearinghouse must
be established to collect information, conduct research, and provide technical assistance to state and
local governments as well
as to private employers.
Finally, the Presidency ~
must become a place of
moral leadership, to speak
out on the need for pay
equity.

This is the program to
wh ich I will be committed as
President.
Some say that pay equity
is impractical. We know
that's not true. Across this
country, cities and states
have put sensible plans into
effect. The city of Colorado
Springs was a pioneer. Last
year my own state of Minnesota passed a law eliminating sex-based wage discrimination for all state employees. Right here in Iowa,
the legislature has approved
a bill adopting equal pay for
comparable work as state
policy.
Pay equity is an economic
issue. But it is more than
that.
It is a family and poverty
issue, because households
headed by women are six
times more likely to live in
poverty than those headed
by men .
It is an aging issue, because retirement benefits
are often based on wages.
It is a racial issue, because Black and Hispanic
working women are even
more underpaid than white
women.
Above all, it is a moral
issue. Our nation cannot
proclaim its commitment to
justice and equality while
denying fair pay to nearly
half its workers. If we are to
be true to our deepest values, we must recognize pay
equity as one of the key civil
rights issues of the 1980s.

